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CITY OF BERKELEY 


AFFIRMATIVE ACTION PROFILE BY SALARY CATEGORIES* 


December 1969 


TOTAL NO.| MALE FEMALE | WHITE BIACK | ASIAN PANISH | AMERICAN 
EMPLOYEES 


417 - 749/mo. 384 24 


December 1979 


$ 834 - 1,166/mo. 


OR 
$10, 008-13, 992/yr. 18% | 46% 


45 94 114 26 


OR 
$5,004 - 8,988/yr. 


750 - 999/mo. 
OR 
$9,000 - 11,988/ 


$1,167 - 1,499/mo. 
OR 
$14,004-17,988/yr. 


aC 


$ 1,000-1,249/mo. 
OR 
$12, 000-14, 988/yr. 


$1,500 - 1,833/mo. 
OR 
H18,000-21,996/yr. 


$1,250-1,499/mo. 
OR 
$15, 000-17, 988/yr. 


$1,834 - 2,166/mo. 
OR 
$22, 008-25, 992/yr. 


$ 1,500-1,749/mo. 
OR 


$18, 000-20, 988/yr. 


£1,750/mo. and up 


OR 
$30,000/yr. and up 0% 


$ 2,167 - 2,499/mo. 38 31 29 
OR 
$26,004-29. 988/yr. 82% 
$ 2,500/mo. and up 30 24 
80% 


GRAND TOTAL: 1,020 791 229 739 225 34 18 4 GRAND TOTAL: 1,148 702 446 558 435 92 60 


78% 22% 72.65 segeek 3h 2% 24% 614 08 eet eee ag + ee 


*Career and benefitted employees only. Hourly paid employees 


(seasonal, intermittent, 
and temporary) are not included in this profile. 


ae 


tl» 


hied vical 


iB iiend 


al a 


City of Berkeley 


AFFIRMATIVE ACTION PROFILE BY SALARY CATEGORIES* 


DECEMBER 1969 


*Career and benefitted employees only. Hourly paid employees (seasonal, 
intermittent, and temporary) are not included in this profile. 


MONTHLY SALARY TOTAL NO.{ MALE FEMALE | WHITE BLACK ; ASIAN | SPANISH | AMERICAN 
ANNUAL SALARY EMPLOYEES SURNAME | INDIAN 
$ 417 - 749/mo. 384 228 156 170 a) 24 ") z 


OR 
Is5 004 - 8,988/yr. 59% 41% | 44.5% 


750 - 999/mo. 28 385 
OR 
$9,000 - 11,988/yr 6% 87% 
$ 1,000-1,249/mo. 42 126 
OR 
$12,000-14, 988/yr. 69% 31% 93% 
$1,250-1,499/mo. 37 36 uh 37, 
OR 
$15, 000-17 , 988/yr. 97% 3% 100% 


$ 1,500-1,749/mo. 4 1 S 
OR 

$18, 000-20, 988/yr. 80% 20%55|, 100% 

oul, /50/mo. and up 17 16 il LG 
OR 

1$21,000/yr. and up 94% 6% 94% 


GRAND TOTAL: 1,020 paca PuPas) ele) Za0 34 18 4 


78% 22h 72.6% 22h 3% 2h 4h 


City of Berkeley 
AFFIRMATIVE ACTION PROFILE BY SALARY CATEGORIES* 


DECEMBER 19°79 


*Career and benefitted employees only. Hourly paid employees (seasonal, 
intermittent, and temporary) are not included in this profile. 


TOTAL NO. MALE |FEMALE | WHITE | BLACK -ASTAN . (SPN Se 
EMPLOYEES P NAMI A 
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$ 834 - 1,166/mo. 


250 45 205 94 16 a 
OR -2 
$10, 008-13, 992/yr. 18% 82% 38% 6% 
$1,167 - 1,499/mo. 288 Bean 111 82 168 23 ED - 
OR 
14, 004-17, 988/yr. 61% 39% 29% 58% 8% 5h -- 


$1,500 - 1,833/mo. 376 294 82 2 
OR 
mY, 000-21 096/yx. 78% 22% Oh 
i 
S1834 ~- 2, : 

34, a 166/20 166 131 35 1 
$22, 008-25, 992/yr. 79% 21% 6h 
$ 2,167 - 2,499/mo. oh) ) 

OR - 
$26, 004-29. 988/yr. 82% 18% 
$ 2,500/mo. and up 30 24, A 
OR a 
$30,000/yr. and up 80% 20% 
GRAND TOTAL: 1,148 70 
- 446 ooo ener 92 60 3 
61% 39% 48.7% 38% 8% 5% 38 


THE AFFIRMATIVE ACTION DECADE: 1970-1979 


INTRODUCTION 


The years spanning the nineteen sixties and seventies will most certainly 
be recorded as eventful and even turbulent by those who chronicle the 
history of Berkeley. It was the decade of the seventies, however, which 
wrought the most dramatic and far-reaching changes in the City's own 
administrative structure with the implementation of Affirmative Action 
and the City's commitment to the creation of an open personnel system 
designed to provide all members of the community with an opportunity to 
participate equally in the delivery of services to Berkeley's citizens. 


As we enter a new era, it appears appropriate to assess the total impact 
of Affirmative Action in the City of Berkeley, to review the highlights 
of those ten important years, the significant changes they have brought 
about in the daily lives of City employees, and finally, to render some 
observations and recommendations for the decade of the eighties. 


To provide an overview of the decades' personnel activities, departmental 
organization profiles of December 31, 1969 and December 31, 1979 were 
developed which include all job classifications, salaries by top step, as 
well as race and sex statistics. Each department's historical comparison 
is preceded by a narrative section highlighting the specific changes in 
that department and identifying particular achievements or problems. It 
should be noted, however, that due to the numerous and significant City- 
wide departmental reorganizations which occurred during this time, the 
current (1979) organization structure does not always parallel that of ten 
years ago. To accommodate for this, the 1969 data is sometimes divided by 
major divisions and aligned with the current (1979) organization in order 
to facilitate comparisons. While we are interested in analyzing individual 
departments and identifying specific progress or difficulties, the emphasis 
and overall objective of this study is to trace the entry, mobility, and 
status of minorities and women in the City of Berkeley work force as a 
whole and to focus on the major changes in the entire classification and 
personnel system which have taken place in this relatively short span of 
time. 


THE AFFIRMATIVE ACTION DECADE: JANUARY 1970 - DECEMBER 1979 


The process involved in preparing this report, the researching and gather- 
ing of the data from the 1969 files and documents in the Personnel 
Department, was in itself revealing of the many changes which have occurred 
in the decade under review. In 1969, the Affirmative Action Report or 

"The Study of Racial Origins of Berkeley Employees, 1969" as the annual 
reports were called at that time, cited employee data by job classification 
and race only, not sex. The first Affirmative Action survey which identified 


the women in the City's work force was conducted in 1971 prior to and 
in conjunction with the development and adoption of the Affirmative 
Action Plan in 1972. 


In 1969, the City was not required to maintain State! Sites ml O GaisO 
implement "Affirmative Action," a phrase as yet unborn. Even 

the categories used to designate racial identification in the volun- 
tary system, i.e., Negro, Oriental, Latin American, Caucasian and 
Other, as opposed to the current Black, White, Asian, Hispanic/Raza/ 
Chicano and American Indian, are indicative of the changes in per- 
ception and reality which have taken place in American society. 


The "Racial Origin Surveys" conducted prior to 1971 and as far back 
as 1961, were not computerized nor was the data collected the result 
of self-identification. Instead, the information was prepared by 
individual department personnel, who not infrequently engaged in 
guesswork in attempting to categorize their employees' racial iden- 
tities. This process accounts for the sizeable number of employees 
coded as "other'' in those early years. While it is true that some 
administrators openly accepted the responsibility of tracking ethnic 
statistics in their work force to monitor "integration" progress, 
there is no doubt that a majority of management and supervisory 
personnel were uncomfortable with this function, uncertain about how 
to accomplish the task, fearful about actually acknowledging racial 
differences and race-related issues in the work force and our society 
in general. 


Given the routinized manner in which race and sex statistics as well 

as other personal data are gathered and used today, the self- 
identification procedure on all employment application forms, and the 
endless official reports and surveys completed for a multitude of 

purposes which all require employee race and sex information, it is 

ironic to recall that what is now accepted as routine, was a rather 
sensitive and volatile issue just ten years ago. On the other hand, we 
should also note that Berkeley was one of the few governmental entities 

in the United States which maintained a work force racial data information 
system prior to 1970. 


While the decade of the sixties will be recorded in history books as an 
active Civil Rights period, the full impact of this political and social 
movement was not felt by employers, and specifically local governments, 
until the early seventies, at which time passive and ineffective 
"Integration" efforts were replaced by aggressive and substantive "Affir- 
mative Action Plans." The "Racial Origin Survey of Berkeley Employees" 
conducted in 1969, the statistics from which were used to develop the 
profiles of this report, is reflective of the token integration 
characteristic of this period, even in Berkeley. At first glance, the 
number of minorities in the City's work force appears impressive and 
would seem to speak well of this communities' commitment to equal employ- 
ment opportunity. Upon closer scrutiny the all too common pattern of 


discrimination and segregation emerges. The overwhelming majority 

of non-White employees were located in the Public Works and Services 
Departments, employed in the lowest paying occupations, i.e., Refuse 
Collector, Janitor, Laborer, etc. An insignificant number of 
minorities were to be found in the skilled trade classifications, and 

a few isolated individuals were employed as professionals in the 
Recreation and Health Departments, the occupational areas more readily 
accessible to minority employees at that time. Only one Department 
Head position was occupied by a non-White, the Director of Social 
Planning, a Black man who was appointed to head a department established 


as recently as 1968 in response to the demands of the Federal War on 
Poverty programs. 


Similarly, in the public safety departments, minority representation 
was extremely poor and confined totally to the entry level rank. In 
the Police Department, only 10 of the 140 Patrol Officers (at that time 
called Patrolman) were minority, 8 Black, 1 Hispanic, and 1 American 
Indian. In Fire, 11 of the 90 Firefighter positions were filled by 
minority employees, 9 Black, 2 Hispanic. In neither department did 
minority representation extend beyond the beginning rank. The Auditor, 
Planning and Legal Departments were totally non-minority as were the 


administrative and professional staffs of almost all other City depart- 
ments. 


As previously indicated, in 1969, women were not even counted in the 
Affirmative Action reports and their role in the work force in the City 
of Berkeley was reflective of their role in the American labor market as 
a whole. The 1969 profile shows women confined to the traditional 
clerical support positions, and the professional areas of Nursing and 
Recreation. There are no women in the protective services (Police and 
Fire), the skilled trades, in department head positions (with the ex- 
ception of the elected Auditor), and very few women supervisors or 
middle-managers. 


What a different world the December 1979 Affirmative Action Report reveals! 
Every department in the City reflects minority representation at all salary 
levels, of the 13 City department heads, 6 are women, and of those, 2 are 
minority women. In addition, the Chief of Police is a Black man and, 
although, not reflected in the December statistics, in February 1979, the 
City's first permanent Black City Manager resigned after a three year tern, 
to accept a higher administrative position in Washington, D.C., while the 
second Black man to serve as City Attorney in this decade, became the 
Acting City Manager until September, 1979. Minorities and women are 

found at every professional, technical, supervisory, and middle-management 
level, minorities are occupying a large number of positions in the skilled 
trades, and even women are employed as Painters, Gardeners, Groundskeepers, 
and Janitors. In the Fire Department, 29 of the 73 entry level Fire- 
fighters are minority and some non-White representation is to be found in 
the higher ranks, i.e., 3 Apparatus Operators, 1 Lieutenant, 1 Captain, 

1 Fire Marshall. In the Police Department, upward mobility for minority 


men resulted in a Black Police Chief, a minority Captain, Lieutenant, 
4 Sergeants, while of the 117 entry level Patrol Officers, 43 are 
minorities, and 11 are women. 


In the clerical and secretarial classification series, minorities are 
now represented at all salary levels, and men are not only employed 
as Account Clerks and Typists, but are also enforcing parking regu- 
lations as Parking Enforcement Representatives, positions formally 
restricted to women only, who, in 1969, were graced with the title 

of "Meter Maid." 


Of course, the most obvious question to be answered now is "What special 
and particular events took place in Berkeley during this decade which 
resulted in the dramatic difference in the work force, as reflected 

in the 1969/79 profiles?" For the answer, we must look to many 

sources, within and outside Berkeley including, but not limited to the 
following: 


1. The social and political climate in America in general, in Berkeley 
in particular, the result of the 1950/60 Civil Rights and other 
social and political reform movements. ms 

2. The impact of large Federal and State funded social service, health, 
housing, anti-poverty, unemployment, and job training programs such 
as Model Cities, OEO, HUD, EEA, PSE, CETA, to name but a few, which 
required local governments to comply with guidelines and regulations 
mandating target community participation in both program planning 
and development and the delivery of services in order to obtain and 
retain revenues. 


3. The implementation of the Civil Rights Act of 1964, Title VII, the 
Equal Employment Opportunity Act of 1972, related legislation and 
landmark Supreme Court decisions such as Griggs vs. Duke Power 
Company. The establishment of a Federal and State compliance and 
monitoring system, the Fair Employment Practices Commission (FEPC) 
and the Equal Employment Opportunity Commission (EEOC). 


4. A socially and politically responsible and committed City Council, 
which, already in 1969 was racially and sexually representative, to- 
gether with a responsive City administration. 


5. A multitude of dedicated and interested community and special interest 
groups whose members were committed to changing Berkeley's administrative 
system to facilitate the access and participation of women and minorities 
and who willingly contributed endless amounts of time, energy, and 
expertise to bring about such a change. 


6. A progressive and responsible Personnel Board also representative of the 
total community in 1969. 


7. The adoption (1972) of a formal and comprehensive Affirmative 
Action Plan with total responsibility for the implementation of 
the plan vested in the Personnel Department to assure the 
effective integration of all elements of the Affirmative Action 
program with all aspects of the Personnel system. 


The most notable achievement to evolve from the interplay of the above 
mentioned forces, was the development, adoption, and implementation of 
the City of Berkeley Affirmative Action Plan by the City Council in 

July 1972. During the two years preceding the actual adoption of the 
plan, hundreds, if not thousands, of hours were spent by members of 

the Personnel Board, City Council Task Forces and Special Sub-Committees, 
Personnel Department staff, representatives of community special interest 
and professional groups and organizations who volunteered their time, in 
countless public hearings, workshops, data gathering, surveys and the 
preparation and discussion of at least 10 to 15 different drafts of 
proposed Affirmative Action plans. The continuous and at times emotional 
and intense interactions which took place between citizens, staff, and 
political representatives in this two year process left no one who 
participated untouched or unchanged. Indeed, it is possible to conclude 
that this educational period was almost as important as the formal 
adoption of the plan itself, which was, in its original form, to ex- 
perience a relatively brief life span. 


As the substance and form of various proposed Affirmative Action plans 
were being debated in 1970, the staff of the Personnel Department began 
the momentous task of adapting the City's personnel system to the new 
realities and challenges of the seventies. 


All job descriptions were methodically reviewed to eliminate non-job 
related qualification requirements and other artificial barriers to the 
employment of women and minorities, such as non-validated physical 
requirements, unnecessary certificates and licenses, and age and sex 
restrictions. Where possible and appropriate, provisions for qualifying 
on the basis of education and/or experience were substituted for the 
previous "education only" requirements prevalent for many positions, and 
the types of qualifying experience were expanded. The amount of 
experience and/or education required was carefully analyzed, a review 
which resulted in many changes, since it was not unusual at the time to 
require more years than were actually necessary to perform a given job 
effectively. 


The actual testing process, including written, performance, physical 
agility, and oral examinations, received close examination and scrutiny. 
In 1971, the Personnel Department suspended the administration of the 
written aptitude and general intelligence tests which had been in use 
for many years to screen Police Officers and Firefighters and were also 
used quite indiscriminately to test applicants for other general 
administrative and specialized positions. To find suitable replacements, 
the City joined forces with other public institutions, consulting centers 


and test consortiums, in a comprehensive effort to develop valid and 
job related testing devices not only for Police and Fire classifications, 


but for all positions in the public sector. 


The structure of all oral examination panels was examined. Beginning 

in 1970, great efforts were made to assure minority and female represen- 
tation on all interview boards, and, when the nature of the position 
warranted, to involve representatives from specific community groups 

or related City Boards or Commissions in the task of examining and 
rating prospective job applicants. The longstanding practice of in= 
cluding City staff from both the Personnel Department and other City 
offices on the interview boards also ceased in 1970, and beginning 

in 1971, all boards consisted of outside panelists in order to assure 
objectivity and fairness. 


The Personnel Department's mailing lists for the distribution of job 
announcements were reviewed and greatly expanded to include as many 
minority and women's organizations as possible, including all schools 
and colleges, community and professional organizations, and even social 
and religious groups. Also added to the list were organizations 
involved in the placement of older women returning to the work force 
(displaced homemakers), veteran groups, the disabled and senior citizen 
groups. Specialized and comprehensive state-wide, and even nation-wide 
mailing lists were developed for each occupational field, i.e., Health, 
Engineering, Senior Programs, Recreation, Finance, Legal and Planning. 


The employment application form itself underwent a total revision, and 
questions regarding age, marital status, arrest records, etc., were 
eliminated. On the other hand, a new method for obtaining personal 
information required by Federal and State agencies was implemented by 
the use of a tear-off section. This area does ask applicants to provide 
specific information about age, race, sex, etc., which is then used to 
measure the success of Affirmative Action efforts, to identify areas of 
weakness, and to track the supply of available candidates in the work 
force. 


While the "mechanics" of the personnel system were being examined, 
analyzed, and greatly altered to develop a more equitable, and in fact, 
more professional and realistic examination, testing and placement process, 
special program areas were also receiving close attention to determine 

why little, if any, minority participation was apparent. For example, 

the City of Berkeley was unique among cities and counties in its 

sponsoring of three summer camps at Echo Lake near Tahoe, Tuolumne in 
Yosemite, and Cazadero, a nationally renowned music camp located on a 
beautiful site near the Russian River. These three camps had provided 
annual summer jobs for young people between the ages of 15-21 for many 
years. However, a study of the camps employment program in 1970/71 
revealed that a majority of these desirable summer jobs had traditionally 
been filled with non-minority young men and women the majority of whom were 
also non-Berkeley residents. In 1972, the recruitment and placement for 


summer camp jobs was changed, with first preference given to Berkeley 
youth, and special emphasis on the participation of minority teens. 


Similarly, an analysis of the City based summer and year-around 
recreation programs revealed that the employment of minorities was 
restricted to certain neighborhood recreation centers and program 
activities. Few minorities were employed at the Live Oak Center in 
North Berkeley, and no minority youngsters participated in the spring 
and summer swimming programs. As a result, special efforts were begun 
in 1971/72 to assure minority participation in all programs and 
activities, and at all neighborhood facilities in the City. 


The Library's large non-career work force, which in 1969/70 consisted 
of almost 200 substitute intermittent, seasonal and part-time 
employees, who were paid an hourly rate, was with almost no exception, 
non-minority. Following the Library's inclusion in the City personnel 
system in 1971, and the completion of a Library-wide classification 
study, the Library Board of Trustees accepted and implemented 
recommendations which resulted in the creation of additional full- 
time and permanent career benefitted positions, thereby providing 
additional employment opportunities to minorities, and the develop- 
ment of a special recruitment and outreach program designed to hire 
minority students as substitutes and intermittents. 


Invretrospect;, itv is not alittle ironic that beginning in 19655 with 
the influx of federal employment and summer youth training programs, 
large sums of money were expended in projects such as the Neighborhood 
Youth Corps, while at the same time, the City's own youth dominated 
employment programs were still excluding young minority men and women 
from participation. 


While the Library and Recreation Departments were implementing changes 
in their part-time and seasonal work programs, the Police Department, 
traditioanlly staffed only by full-time career personnel, took the 
initiative as early as 1963/64 and established two programs designed 
specifically to encourage young minority men in high school and college 
to consider Police work as an occupation. In 1967, the Police Aide 
program in high school was created to provide after school, part-time 
employment opportunities in the Police Department to young men between 
the ages of 17-19, and in approximately 1965, the Personnel Board and 
City Council established the Police Trainee classification, designed for 
prospective Police Officers, enrolled in college or university, who had 
not yet completed the two year college requirement necessary for appoint- 
ment to a full-time Police Officer position in Berkeley. Police Trainee 
assignments were limited to 20 hours per week, and Trainees were paid an 
hourly rate. Both the Aide and Trainee programs (which in the seventies 
were expanded to include young women) were extremely successful as a 
vehicle for bringing minorities and women into the Berkeley Police 
Department. 


The establishment of entry or trainee classifications was of course not 
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limited to the Police Department. A cursory review of the,City.s 
Position Ordinance will reveal that a significant amount of Personnel 


taff time in the mid-seventies was allocated primarily 


Department s 
g and 


to the restructuring of the classification system, an ongoin 
comprehensive part of the Department's annual work program which 
encompassed almost all occupational groups. The clerical and secre- 
tarial classification series, which in 1969 consisted of 3 levels, 
was restructured into a 5 classification career ladder, the top 
levels providing entry into a variety of para-professional and 
professional positions such as Assistant Administrative Analyst and 


Accounting Technician. 


Para-professional and bridge classifications, for the most part 
non-existent in 1969, were created in large numbers to provide entry 

and promotional opportunities into fields previously under-represented 
by women and minorities. In addition to increasing such participation 
in the work force, the establishment of para-professional classifications 
has also been extremely cost effective, resulting in a more limited 

use of professionals and highly paid specialists. This process has 
resulted in the employment of large numbers of Police Service Assistants 
in the Police Department, and the replacement of Firefighters in the 
Fire Communications Center, with Fire Communication Dispatchers. 
Throughout the City, para-professionals are employed as Accounting 
Technicians, Community Health Workers and Specialists, Animal Health 
Technicians, Mental Health Workers, Psychiatric Technicians, Senior 
Service Assistants and Library Technicians. 


Entry level opportunities for minorities and women were also increased 
through the creation of trainee classifications such as Assistant 
Building and Housing Inspector, Housing Eligibility Worker, Community 
Health Aide, Electrician Helper and Trainee, Engineering Technician 

and Trainee, Building Maintenance Trainee, Gardener Trainee, Tree Topper 
and Computer Operator Trainee. 


The classification structure of traditional professional occupational 
series was also reviewed, and many career series were expanded to 

provide greater staffing flexibility to managers and supervisors, and 

to increase career growth and promotional opportunities for employees. 

To that end, the classification series for Planners, Attorneys, 

Personnel Analysts, Nurses, Nurse Practitioners, Social Workers, Mental 
Health Clinicians, Engineers, Librarians, Accountants, Auditors, Building 
and Housing Inspectors, to name but a few, were all restructured and 
broadened. The establishment of the Administrative Analyst classification 
series, which ranges from Assistant to Departmental Administrative Officer 
is widely used in the City, replacing the one of a kind Administrative 
Assistant classification which existed in 1969 and was restricted for 

use only in the City Manager's Office. This general administrative series 
has provided an unique opportunity for many women in the City, who now 


occupy positions in this classification, but previously held i 
i fe 
and secretarial jobs. ; y lerical 
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Expanded opportunities for women in Berkeley's work force were not 
confined to job restructuring but were also the result of other 
comprehensive policy and organizational changes in which the City 

of Berkeley pioneered. Preceding Federal law by many years, the 

City of Berkeley, in 1973, adopted a very liberal parental leave 
policy enabling parents of a newborn or legally adopted child to 

take up to one year of leave including the use of accumulated sick 
and vacation leave. In a related area, Berkeley was one of the 

first municipalities in the country to implement Flextime in 1974, 
allowing employees in many departments to adjust workdays to 
accommodate family, educational, and transportation needs. And, as 
early as 1971/72, Berkeley had created a career, part-time employment 
program, providing permanent and benefitted, but less than full-time, 
employment opportunities to many. While the largest number of career 
part-time positions are located in the Library and Health Departments 
and Senior Programs, the total number of permanent part-time positions 
in Berkeley fluctuates between 70 and 90, or between 7% and 8% of 

the work force including both men and women and consisting of a variety 
of classifications, including Police Officers, Planners, Engineering 


Technicians, Laborers, Personnel Analysts, Typists and Stenographers, 
and Accountants. 


As early as 1973, Berkeley introduced, what is currently known as the 
controversial, much debated, and litigated concept of "comparable worth," 
the idea of "equal pay for jobs which require comparable skills, effort 
or responsibility." An independent study initiated by the Assistant 
Director of Personnel comparing the skills and abilities required for 
clerical positions held by women, with several classifications tradi- 
tionally held bymen, but at higher salary ranges, resulted in a Personnel 
Board recommendation to the City Council which provided a special equity 
adjustment of 24% to all clerical employees (over 150) in addition 

to the regular cost of living that year. As a result, City of Berkeley 
clerical employees became the highest paid clerical workers in the State 
for a number of years. 


It is thus fair to conclude that Berkeley assumed national leadership not 
only in the specific area of Affirmative Action and Equal Employment 
Opportunity, but was a pioneer among public employees in the development 
of policies and the implementation of programs giving rise to "new ways 
to work'' which affected not only minorities and women, but all members of 
the work force, young and old, male and female, minority and non-minority, 
and permanently and significantly altered the landscape of the working 
environment. 


The changes which took place in the working lives of Berkeley employees in 
the decade of the seventies were also influenced by the 1969 passage of 
the Meyers-Milias Brown Act, legislation enabling public employees in 
California to unionize and bargain (meet and confer) with their employers 
on matters of wages, hours, and working conditions. Berkeley employees 
were among the first in the State to take advantage of the opportunity 

to organize, and as early as winter 1969/70, approximately 14 bargaining 
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units had been established by the Personnel Board, which included 
almost two thirds of the work force, and which fell into six major 
representation categories; Berkeley Police Association (BPA) , 
Berkeley Firefighters Association (BFFA), United Public Employees 
Local 390 (UPE), Service Employees International Union Local.s55 
(SEIU), International Brotherhood of Electrical Workers Local 1245 
(IBEW), and American Federation of State, County and Municipal 
Employees (AFSME). The Memoranda of Agreements entered into with 
Berkeley's employee organizations between 1970 and 1979 all include 
provisions supporting the City's Affirmative Action program. 


As mentioned earlier, the formal and very comprehensive Affirmative 
Action Plan which evolved from a two year community-staff-City 
Council effort, was officially adopted in July 1972. The plan 
endured in its original form for less than two years. Almost 
immediately upon adoption, it became the subject of controversial 
litigation in 1973, which resulted in a permanent injunction (1974) 
prohibiting the City from implementing those provisions of the plan 
pertaining to selective certification and appointment based on 
numerical sexual and racial under-representation and the establish- 
ment of numerically specific goals and timetables. 


It is interesting and noteworthy that the very elements in the 
Berkeley Plan declared illegal by the court in 1973/74, have in 
subsequent years been imposed on other private and public employers 
throughout the country by judicial mandate, i.e., hiring on the basis 
of quotas and timetables and race/sex specific ratios. Thus, the 
decision against Berkeley in 1974 and recent court imposed quota and 
percentage employment programs, i.e., San Francisco Police Department, 
is symbolic of the confusion which surrounds so much Affirmative Action 
and EEO litigation, and the ambiguous and oftimes contradictory 
decisions rendered by the courts in this sensitive and potentially 
explosive area. 


The critical test for Berkeley's Affirmative Action program came much 
later, in the summer of 1978, when Berkeley, together with cities, 
counties and school districts throughout California was forced, for 

the first time in its history, to layoff a large number of its permanent 
career employees due to the fiscal constraints imposed by the Jarvis/ 
Gann Tax Initiative, popularly known as Proposition 13. The threatening 
refrain of "last hired, first fired" was frequently heard and debated 
that year throughout the state, and unfortunately the terrible reality 
embodied in that phrase was experienced by many minorities and women as 
layoffs in the public sector took their toll. Berkeley's experience 
that year was different. Although a sizeable number (more than 50) 
career employees were terminated, transferred, and demoted, the 
Affirmative Action hiring and promotion initiated in 1970 bore FEuLe in 
1978. Berkeley proved to be the only public entity in California which 
suffered no adverse impact due to Proposition 13 mandated layoffs. 
Minorities and non-minorities, men and women were terminated in equal 
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numbers, and the layoffs cut across all salary ranges, including 
department heads. While these results were partly due to a 
flexible placement provision incorporated into the 1977 adopted 
layoff policy which is based on a total seniority concept, and 
includes City-wide retreat and bumping rights, the lack of adverse 
impact was primarily due to the hiring and promotion of women and 
minorities which took place in the eight years preceding the layoff, 
during which time minorities and women became an integral part of 
Berkeley's work force, garnering sufficient seniority themselves 

to withstand the onslaught of a reduction in force. 


While we have focused on the successes of Affirmative Action in 
Berkeley, it should not automatically be assumed that these years 
of dramatic change were without problems and some turmoil. Mis- 
takes were made, errors in judgment occurred, misunderstandings 
took place, and individual employees, both line and supervisory/ 
Management personnel in all departments suffered some anxiety, 
frustration and the natural fear of the new and the unknown. 


Perhaps the most serious mistake in its immediate and long term 
effects, occurred prior to the Griggs vs. Duke Power Company Supreme 
Court decision, when Berkeley suspended the use of written testing 
devices for a variety of classifications without providing adequate 
substitute testing mechanisms. The unfortunate result of this 
decision, which lasted for a brief period of time, was the appointment 
of a number of employees (minority and non-minority) who ultimately 
were unable to perform the duties for which they had been employed, 
necessitating eventual termination and/or other costly negative 
actions. While the incidents were relatively few, and the problem of 
developing job related and validated screening and testing techniques 
was soon resolved, the experience had sufficient negative impact to 
convince everyone involved that realistic qualification standards and 
testing devices are a very necessary and desirable employment screening 
tool, and that in general, and whenever possible, important policies and 
procedures should not be arbitrarily eliminated or discarded unless 
interim or new mechanisms are available for immediate substitution. 
Suffice it to say that change has its price, and the far-reaching and 
comprehensive changes which were transforming Berkeley's work force 
during this decade did not come about without some anguish and pain. 


SUMMARY 


In summing up the decades’ personnel activities it is hoped .that 

these pages have captured in some small measure, the significant events 
of this critical ten year period in the City of Berkeley, that we have 
demonstrated to those many individuals in the larger Berkeley community, 


aye 


past and present, as well as City staff, current and past, who 
dedicated their energies and talents to the creation of a working 
environment free of bias, in which all members of the community 
could participate and share equally, that their vision of a more 
equitable and just system has been partially realized. We hope 
that the documentation presented also testifies to the fact that 
large scale organizational change is possible, provided, of course, 
the necessary and key ingredients are present. 


If we were required to identify the three most critical elements 
responsible for changing the profile of Berkeley's work force, 
we would be obligated to cite the following: 


1. Active participation, commitment, and representation from all 
segments of the community, together with the establishment of 
institutions and mechanisms guaranteed to assure continuous 
participation and monitoring. 


2. The total commitment of the policy-making body, i.e., City 
Council and key administrative staff, City Manager, Department 
Heads, and Division Chiefs. 


3. Vesting responsibility for Affirmative Action in the Personnel 
Department to assure the total integration of Affirmative Action 
with all aspects of the personnel system. 


And what about the decade of the eighties, which has already been 
characterized as a period of lowered expectations, during which it 

will be necessary to rise to the challenges presented by a scarcity 

of resouces? The most recent Affirmative Action Report, July 1980 - 
December 1980, together with the brief departmental abstracts which 
follow leave no doubt about the objectives and goals which have already 
been defined for us by the profiles and statistics themselves, 
specifically, achieving full participation of minorities and women at 
the highest salary levels and more equitable and even distribution 

of men, women, and minorities in all occupational categories. 


The former task will be the more difficult, for women in particular, 
given the traditional structure of cities, and the fact that the 

largest number of higher salaried positions in the City of Berkeley 

also are located in the safety and maintenance services, Police, Fire, 
and Public Works, where it is not likely, nor realistic, to expect to 
find women in sizeable numbers holding higher rank positions in the 
immediate future. Some additional representation can be achieved through 
a restructuring of these departments and the “civilianization" of positions 
whose functions may be purely administrative and fiscal. However, such 
reorganization also has its limits, given the functional responsibilities 
of the Fire and Police Departments in particular. Upward movement even 
among minority men, indeed minority and non-minority men, will take 

place at a slower rate than might have occurred during the seventies, in 
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view of the fiscal constraints and the reductions in services con- 
fronting the public sector throughout the country. 


Nevertheless, in considering the accomplishments of the recent 
decade, there is no reason to believe that Berkeley will not rise 

to the challenges of the eighties, the foremost of which should 

be the elimination of "Affirmative Action" by January 1, 1990. 

As the current decade draws to a close, the idea of equal employment 
opportunity should have become such an integral part of the 
personnel system and the work force so representative at all levels 
and in all categories, that the concept itself should be properly 


relegated to history with the last and final Affirmative Action 
Report dated December 1989. 


# # # 
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CITY DEPARTMENTAL COMPARISONS AND ANALYSES 


AUDITOR'S DEPARTMENT 


The major change in the Auditor's Department during the past ten 
years has been the professionalization of the staff. Previously, 
the elected Auditor supervised a department dominated by inter- 
mediate level clerical employees. Currently, the staff includes 
Accountants and Auditors, as well as higher level clerical positions 
which symbolize the continuing job restructuring process in which 
the City is engaged. Black and male employees have generally been 
under-represented in the Auditor's Department. 


The recent (1981) appointment of a Black male to the newly created 
position of Deputy Auditor for Payroll Management and the development 
and use of para-professional and professional level positions con- 


stitute the most significant Affirmative Action achievements in this 
Department. 


Sy 
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AUDITOR 1969 


$1526 Auditor 


HIS- AM. 
WHITE] BLACK} ASIAN} PANIC] IND.| TOTAL 
Pee Fim Fi/M F|M F|M F 
Officials & Administrators: 
1 1 
959 Deputy Auditor ‘ll al 
Office & Clerical: 
700 Senior Account Clerk iL 1 
619 Intermediate Account Clerk 3 1 4 
619 Intermediate Steno Clerk 1 1 
650 Machine Bookkeeper 2 2 
| 
TOTALS: 9 ul 10 
GRAND TOTAL: 10 


AUDITOR 1979 


Officials & Administrators; 
$2809 Auditor 
Professional: 
1901 S/A Internal Auditor Spectalist 
1524 S/A Administrative Assistant 
1524 Accountant-Internal Auditor 


Office & Clerical: 


1299 Senior Account Clerk 
1157. Intermediate Account Clerk 


HIS- 
WHITE | BLACK | ASTAN | PANIC 


AM. 
IND. |TOTAL 


Melo |UMGSRE | Mae Ro Moers | MarR ah ee 


wn 


Ld 


TOTALS: 


GRAND TOTAL; 


COMPREHENSIVE PLANNING DEPARTMENT 


While the Planning Department appears to have remained relatively 
unchanged over the decade, prior to the passage of Proposition 13 
the Department did have a larger and more representative staff. 
During the era of the Master Plan revision, additional professionals 
and para-professionals were hired, including both Blacks and Asians. 
Due to the lack of turnover among the older top staff and a reduction 
in departmental size, the 1979 staffing pattern reflects little pro- 
gress at the professional and administrative levels. Black employees 
are now represented in clerical positions and a Black female is in a 
newly created para-professional position of Zoning Technician. 

In addition, the Planner series has been expanded to now include 


Assistant, Associate and Senior levels, providing a career ladder 
for incumbent employees. 


The recent (1981) appointment of a Black male to the position of 
Urban Design Planner is a first step toward achieving permanent 
minority representation among the professional staff, the Planning 


Department's major Affirmative Action objective for the decade of 
the eighties. 
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PLANNING 1969 


Officials & Administrators: 
$2000 Director of Planning 
1286 Assistant Director of Planning 
1224 Zoning Officer 


Professional: 


1255 Urban Design Planner 
1058 Assistant Planner 


Technictan: 
735 Planning Illustrator 
Office & Clerical: 


700 Senior Stenographer Clerk 
619 Intermediate Stenographer Clerk 


— 


TOTALS: 


GRAND TOTAL: 


ay 


Ww 


10 
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COMPREHENSIVE PLANNING 1979 


Officials & Administrators: 


Director of Planning 
Zoning Officer 


Professional: 


Senior Planner 
1880 Associate Planner 1 


Technician: 


1390 S/A Zoning Technician 1 


Office & Clerical: 


1299 Secretary 1 


1105 Intermediate Typist Clerk 2 


TOTALS ; a? 


GRAND TOTAL: 


CITY CLERK'S DEPARTMENT 


The City Clerk's Department has remained relatively unchanged over 
the decade, with a predominately female and clerical work force. 
The mid-seventies restructuring of three positions to the senior 
level provided some opportunities for upward mobility and has 
lessened the gap between the clerks and the administrative staff. 
While the City Clerk's Department was formerly a division of 

the Finance Department, it achieved department status in 1975. 


There has been no turnover in the top two positions during the 
decade, thus Affirmative Action objectives have been limited to 
achieving representation at the lower salary levels. Males have 
generally been under-represented in this Department. 


= 


CITY CLERK DIVISION 1969 
(Of Finance Department) 


Officials & Administrators |; 


$1084 City Clerk 
790 Deputy City Clerk 


Office & Clerical: 


| 619 Int. Steno Clerk 
N 590 Int. Typist Clerk 


HIS- AM. 
WHITE] BLACK} ASIAN} PANIC] IND. | TOTAL 


1 1 
1 1 
1 1 
1 1 2 


CITY CLERK 1979 


HIS- AM. 
WHITE | BLACK |ASLAN|PANIC} IND. |TOTAL 


Officials & Administrators 


$3075 City Clerk 
2268 Deputy City Clerk 


Office & Clerical: 
1299 Senior Clerk 


1299 Senior Steno Clerk 
1157 Intermediate Steno Clerk 


TOTALS: 


GRAND TOAL: 


TOTALS: 


GRAND TOTAL: 


a 
1 
1 1 
1 1 2 
2 1 1 4 
+ 
6 1 2 9 
9 


CITY MANAGER'S DEPARTMENT 


The City Manager's Department has increased dramatically in size 
over the decade, from the 1969 total of 6 career employees to the 
current 100. This growth is partially due to the absorption of 
recreation and social programs previously under the jurisdiction 

of the abolished departments of Recreation and Parks and Social 
Planning, and a conceptual change in the City Manager's Department 
from one of a purely traditional administrative structure. The 
major programmatic divisions now include Administration and Budget, 
Senior Programs, Recreation (Parks, Playgrounds, Camps, Young Adult 
Project (YAP), Police Review, Comprehensive Employment and Training 
Act (CETA) and Youth Employment Service (YES). In the statistical 
display for 1969, the former Recreation Division and Social Planning 
Department are listed along with the City Manager staff to facilitate 
current comparisons. 


It is interesting to note that while in 1969 the City Manager's 
immediate staff consisted entirely of White males, the Recreation 
Division and Social Planning Department were the two divisions in 
the City employing the greatest number of women and minorities (pre- 
dominately Black) in professional and administrative positions. 
Recreation and social programs were the two areas into which women 
and Blacks had made some limited inroads by the late sixties. This 
pattern has not changed significantly, although the 1979 profile 
reflects a high representation of minorities and women at all levels 
in the social program areas now under the City Manager's Department. 
The clerical situation has shown outstanding improvement in terms of 
representation of minorities in all salary ranges. 


The higher level classifications, as shown on the chart as of 
December 1979, are skewed, since current staff members were serving 
in an "acting" capacity between permanent Managers. However, it is 
symbolic of the City's progress that both the former and present City 
Managers are Black males, as is the current chief Assistant to the 
Manager. It is also significant that a number of women have held 

the title of Assistant to the City Manager, the third highest position 
on the City Manager's immediate administrative staff. Asians and 
Hispanics have not made significant progress in this Department and 
are not only few in total number, but are not represented in any of 
the higher level positions. A recent (fall 1980) change in this area 
is reflected by the promotion of an Asian male to the position of 
Financial Management Specialist in the City Manager's immediate 
administrative office. 
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CITY MANAGER'S DEPARTMENT (Continued) 


Most of the classifications in this Department did not exist 10 years 
ago, including the large array of positions in Senior Programs, Youth 
Employment Services (YES) and the more recently created administrative 
support and financial management classifications. Many of the positions 
in the Senior Programs are filled with career part-time staff, thereby 
providing permanent, benefitted employment options for those who seek 
less than full-time work. Ten (10) years ago, part-time positions 

were few in number, paid hourly, were unbenefitted and offered no job 
security. The increased availability of part-time permanent jobs has 
provided employment opportunities for older men and women, whose work 
in Berkeley's growing Seniors Divison has greatly contributed to the 
success of this vital program. 


a) Ls 


-Cc~- 


CITY MANAGER 1969 


RECREATION DIVISION OF REC & PARKS 


SOCIAL PLANNING 


Officials & Administrators: 


CM 
$2500 f City Manager 

2375¢ Asst. City Manager 

1453{ Asst. to the City Manager 
Rec 

1875 ( Director of Rec & Parks 
1286) Recreation Supt. 


1058‘) Sr. Rec. 
1166 


Supv. 
Community Arts Director 


Soc. Plan. 
(775 $ Director of Social Planning 
914 (Sr. Citizen Center Director 


Professionals: 


ae7{ {_ Administrative Analyst 


Soc. 
Rierner ea Consultant 


936 pa es Supervisor 
849/771 Rec Leader/Rec Leader 


Office & Clerical: 


oe ee to City Manager 


700 \Senior Steno. Clerk 
Rec 

700 / Sr. Steno Clerk 

700 | Sr. Account Clerk 
619 Int. Steno Clerk 
619 Int. Account Clerk 
590 {| Int. Typist Clerk 


590 rt Center Clerk 
Soc. fee 


700 Steno Clerk 
619 ie Steno Clerk 


WHITE 
Meer 
1 
1 
1 
1 
dl 
1 al 
1 

1 
iL 
1 1 
2 2 
1 
1 
1 
3 
1 
1 
3 
uy 
1 


BLACK 
ieee 
1 
1 
2 1 
1 
1 
1 
1 
1 


ASIAN 


HIS- AM, 
PANIC; IND. 
Maen tee 


TOTAL 

Mie 
1 
1 
1 
1 
1 

2 1 
1 
1 

i! 
1 

Se 

32 

deed) 

1 

1 

1 

3 

1 

1 

3 

1 

1 

2 


$3667 
3025 
2809 
2075 
2440 
1877 
1919 


1921 
1967 
1698 


2436 
2169 
1872 
1971 


1880 
1872 
1872 
1708 
1966 


1524 
1395 
1524 


1600 
1511 
1395 
1447 
1460 


CITY MANAGER 1969 


Page or 2 


HIS= AM. 
BLACK |ASIAN |PANIC} IND. |TOTAL 


Ve Sot) Bel ae 8 I ee 


Officials & Administrators: 


Acting City Manager 

Acting Asst. City Manager 
CETA Administrator 

Acting Asst. to the City Mgr. 
Deputy Administrator 

S/A Supv. of Planning Unit 
Youth Employ. Serv. Supvr. 


S/A Sr. Recreation Coord. 
S/A Sr. Programs Coord. 
Sr. Citizens Center Director 


Professional; 


S/A Sc. Financial Mgmt. 
S/A Sr. Staff Asst. 
PRC Investigator 

S/A Financial Mgmt. 


Associate Planner 
Lee Admin. Analyst 


o/h $eposhets aidan: Anciyst 
S/A Asst. YES Supv. 
Assistant Admin. Analyst 
Youth Service Advisor 
Accountant-Internal Auditor 


Analyst 


Analyst 


S/A Acting YAP Coordinator 
Recreation Programmer 
Youth Services Advisor 
Food Services Manager 


S/A Home Deliv. Serv. Coord. 


e 


i) 


eed 


1 
at 1 
1 
1 
1 1 
1 
1 1 
a 1 1 
1 
1 1 1 
i 
1 
1 
a 1 1 
pS bos 
1 
i 1 1 1 
2 2 3 2 
4 2}1 2 1 6 6 
1 1 
1 1 
2 u if 2 3 
i 1 1 1 
1 yi 
1 1 
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CITY MANAGER 1969 
RECREATION DIVISION OF REC & PARKS CITY MANAGER 1979 


SOCIAL PLANNING 


HIS- AM. 


HIS- AM. 
WHITE| BLACK} ASIAN} PANIC} IND. | TOTAL 
eS Ve BIg el Vessels | yh dy Mane sae 
City Manager: set 1 Service & Maintenance; 
Rec. 
Recreation: 7 1444 1 1 ado $1117 f Mini-Bus Driver i 1 
10254 First Asst. Cook 2 7. 
Social Planning: 2 2{1 3 au 1079 } Chief Cook 2 2 
1141f Senior Service Assistant 1 4 5 
1025} Home Services Worker 1 2 1 2 
1053 | Meal Site Supv. 2 2 
939 \Senior Service Aide 2 2 
Para-professionals; 
1524 Accounting Technician 1 1 
Office & Clerical: 
1601 Secretary to the City Manager i ] 
1454 Administrative Secretary 2 2 
1299 Senior Steno. Clerk 3 3 
1299 Senior Account Clerk 1 1 
1299 S/A Senior Clerk 1 1 
1157. Intermediate Steno. Clerk 2 2 
1157. Intermediate Account Clerk 2 1 3 
1105 Intermediate Typist Clerk 1 ut 1 s 
968 Account Clerk 1 1 
Rec. 
1299 f Senior Stenographer Clerk 1 1 
1299 § Senior Account Clerk 1 ] 
1157€ Intermediate Steno. Clerk 1 1 
1157] Intermediate Account Clerk ¥ 1 
1105 \ Intermediate Typist Clerk 2 2 
in a 5) [ied el ee 
TOTALS: fi2 17/5 5 il T eZ) TOTALS: 9 16}20 45]2 7 1 JIGS 
GRAND TOTAL: 40 GRAND TOTAL: 100 


FINANCE DEPARTMENT 


The profile of the Finance Department in 1969 represents the classic 
segregated employee distribution pattern. White males held all 
administrative, division chief, financial, collection, purchasing 
and skilled craft positions; White females occupied the lower, non- 
professional jobs in computer operations and clerical support 
functions; and Black employees were concentrated in the service and 
maintenance areas of warehousing and parking operations. 


The 1979 Finance Department presents an entirely different picture. 
The three division chiefs responsible for purchasing, parking, and 
collections are Black males, a White female is Chief Accounting 
Officer, and other staff include a Black female Assistant Parking 
Supervisor, Black male and Hispanic male Parking Meter Mechanics 
(skilled craft), Asian male Assistant Director of Finance, three 
Asian Associate Accountants, and two Hispanic Parking Enforcement 
Representatives. Three males now hold Parking Enforcement Repre- 
sentative positions, a classification which in 1969 was restricted 
to women, and then only to those women who met height, weight, and 


appearance requirements which had been modelled upon airline steward- 
ess standards! 


In 1969, all 12 of the Intermediate Account Clerks in the Finance 
Department were White females, as were all Intermediate and Senior 
Account Clerks throughout the City in all departments. Breaking 
this pattern in the accounting clerical classifications was a 
difficult but major Affirmative Action achievement. Currently, all 
minorities are represented in this career group at all levels 
throughout the City. The office and clerical employees in general 
are now well balanced racially, although slower progress is being 
made with respect to appointment of men to Typist and Secretarial 
positions. 
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FINANCE 1969 * 


*Excluding City Clerk 
Division WHITE 


Officials & Administrators; 


$1526 Assistant Dir. of Finance 
1384 Data Processing Supv. 

1255 Purchasing Agent 
983 Parking Supervisor 

1156 Tax & License Administrator 


[ell eet ail allt al 


Professionals: 


959 Asst. Real Property Agent 3 
959 Senior Buyer 1 
870 Buyer 1 
1058 Budget Analyst 2 


Technicians: 


829 Senior Computer Operator 
717 Computer Operator 2 


~ 


Skilled Craft Worker: 


735 Sr. Parking Meter Repairman 
700 Parking Meter Repairman 1 


= 


Service and Maintenance: 


753 Asst. Park. Supv. 


650 Sr. Parking Attendant 
590 Parking Attendant 1 


Protective Service Worker: 


a 


nr 


619 Parking Enforcement Rep. 2 5 


Paraprofessional: 


$ 849 Supv. Field Collector 
753 Field Collector 2 


Ke 


Office & Clerical: 


700 Sr. Steno Clerk 1 
700 Sr. Account Clerk 
619" Int. Acct. Clerk 1 
590'"iInt.. Typist Clerk 
634 Offset Dupl. Mach. Opr. 1 
604 Key Punch Operator 
619 Stock & Mail Clerk 2 1 
562 Parking Lot Cashier 1 


a 


FINANCE 1979 


Ree eRe 


= 


aor: 16 22|10 6/1 


es Saye rs 


i 


WwRrrPNrP 


$3500 
2679 
2268 
2217 
2066 
1872 


Officials & Administrators: 


Director of Finance 

Assistant Director of Finance 
Chief Accounting Officer 
Purchasing Agent 

Parking Supervisor 

S/A License & Collection Supv 


Professionals; 


1748 
1710 
1560 
1793 
2066 


Real Property Agent 
Senior Buyer 

Buyer 

Associate Accountant 
Programmer Analyst 


Technicians: 


1524 
1328 


Senior Computer Operator 
Computer Operator 


Skilled Craft Worker: 


1283 
1283 


Parking Meter Mechanic 
S/A Parking Meter Mechanic 


Service and Maintenance 


1618 
1212 
1128 


Assistant Parking Supv. 
Sr. Parking Attendant 
Parking Attendant 


Protective Service Worker: 


1168 
1168 


$1524 


1363 


1363 


1299 
1157 
968 
1299 
1105 
AW Usy/ 
1183 
1157 
1212 
1157 


Parking Enforcement Rep. 
S/A Parking Enforcement Rep. 


Paraprofessional: 


Accounting Technician 
Field Representative 
Real Property Clerk 


Office and Clerical; 


Senior Account Clerk 
Intermediate Account Clerk 
Account Clerk 

Senior Clerk 

Intermediate Typist Clerk 
Sr. Offset Machine Operator 
Offset Machine Operator 
Data Entry Operator 

Machine Bookkeeper 

Stock and Mail Clerk 


1 
1 
il 
1 
1 
1 
1 
2 
2 
2 
1 
2 
1 
1 2 
1 


nr 


eee ee 


[= 


TOTALS: 


GRAND TOTAL: 


FIRE DEPARTMENT 


Minority representation in the Berkeley Fire Department in 1969, 
which at that time was staffed by 184 uniformed personnel and 3 
clerical employees, was limited to 11 entry level Firefighters, 

9 Black and 2 Hispanic males. The 1979 statistics for the entry 
level rank reflects a different profile. More than one third 

(29) of the 73 men occupying the classification of Firefighter, 

are minority, of whom 19 are Black, 4 Asian, and 6 Hispanic. Sub- 
stantive progress in achieving representation in the higher ranks 
has come more slowly, primarily because of the tradition to promote 
from within, but also because reductions in staff during the de- 
cade have decreased rapid promotion opportunities for everyone in 
the Department. Nevertheless, the 1979 figures reveal that 3 Black 
males are Fire Apparatus Operators, with 3 additional Black males 
in positions of Captain, Assistant Fire Marshall and Lieutenant. 


A major organizational and classification change took place in the 
Fire Department in 1974 with the civilianization of the Fire 
Communications Center, which also served to increase minority and 
female representation in this Department. 


Although women achieved eligibility on the most recent Firefighter 
eligible list established by the City in 1977, no woman has yet been 
appointed. Achieving better minority representation in the upper 
ranks is the most overriding objective for the 1980's Fire Depart- 
ment, as is Black representation in the clerical section of the 
administrative divsion. 
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HOUSING AND DEVELOPMENT DEPARTMENT 


The Housing and Development Department was established in the mid- 
seventies with Community Development Block Grant Funds (CDBG), 
simultaneously absorbing the former Inspection Services Department. 
As early as 1969, a few significant strides had been made in the City 
of Berkeley in the restricted building trades area, with the appoint- 
ment of 2 Black Housing Inspectors, a Black Financial Advisor, and 

a female Assistant Housing Representative, who represented the City's 
first attempt to establish a para-professional or "bridge" class- 
ification into a technical trade. 


The Housing and Development Department has a very successful Affirmative 
Action record, beginning with a Black female as Department Head (now 
shown in the statistical profile because at the time the report was in 
preparation, she was serving as Acting Assistant City Manager), Hispanic 
and Asian division chiefs, and increased Black representation in the 
professional and technical jobs related to housing and building. 


Other important appointments in this Department include an Hispanic 
Planner, a Black female Leased Housing Supervisor, two White female 
Financial Advisors, two female Housing Inspectors (including one Asian), 
and two male Intermediate Typist Clerks. The Building/Housing Inspector 
series has twice been extended and broadened to create new classifications. 
The Affirmative Action gains in these classifications are in part due 

to the success of the career entry-level trainee classification estab- 
lished years ago, as well as the CETA program which was effectively used 

to provide entry and training to women and minorities. 


The range of office and clerical positions in this Department is indicative 
of the breadth and levels of opportunities now available to clerical em- 
ployees in the City of Berkeley, many of whom have been promoted to the 
para-professional positions listed and into professional positions such 

as Administrative Analyst or specialized Housing Authority positions. 


The challenge for the Housing and Development Department in the decade 
of the eighties will be to bring more women into the higher level admin- 
istrative positions of the Department. 
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INSPECTION SERVICES 1969 


HIS- AM. 
WHITE} BLACK] ASIAN] PANIC} IND. | TOTAL 


tlerlecbeela rh ot © eos eee 


Officials & Pe eer a 
$1775 Dir. of Inspec. Servs. 1 1 
1286 Asst. Dir. of Inspec. 1 1 
Servs. 
1195 Code Enforcement Proj. 1 1 
Coord. 
Professional: 
1255 Plan Checking Engineer 1 1 
1111 Design Advisor 1 1 
959 Financial Advisor 1 1 


HOUSING AND DEVELOPMENT 1979 


Officials & Administrators: 


$2650 
2554 
2554 
2436 
2268 
1880 
1880 
1972 
2066 
2066 
1971 
1880 
1972 
1872 
1872 
1835 


Acting Dir. of Hous. & Dev. 
Chief Codes & Inspections 
Chief Housing Authority 
Chief Conservation & Dev. 
Chief Program Planning 

S/A Dept. Admin. Officer 
S/A Section 23 Coordinator 
S/A Housing Inspec. Supv. 
Housing Information Officer 
Housing Rehab.Project Coord 
S/A Pilot Rehab. Proj. Supv 
S/A Muni. Loan Proj. Coord. 
Supv. Build. & House. Insp. 
Tenant Relations Supervisor 
Leased Housing Supervisor 
Sr. Bldg. Mtce. Mech. Supv. 


Professional: 


2322 
1880 
1872 
1972 
1793 
1752 
1635 
1635 
1524 


Plan Checking Engineer 
Associate Planner 
Associate Admin. Analyst 
Design Advisor 

Associate Accountant 
Financial Advisor 

Tenant Relations Advisor 
Leased Housing Specialist 
Assistant Admin. Analyst 
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INSPECTION SERVICES 1969 
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HOUSING AND DEVELOPMENT 1979 


HIS- AM. HIS- AM. 
WHITE} BLACK] ASIAN] PANIC] IND.| TOTAL WHITE | BLACK |ASITAN |PANIC] IND. |TOTAL 
ME MES eM Mae Flo Mien Bia oie! EE a ee eee 
Technician: Technician: 
$1058 Sr. Housing Rep. i il $1880 Sr. Bldg. Insp. (Elec/Stuc/ | il 
983 Housing Rep. 3 2 15 Mech) 
717 Asst. Housing Rep. ih gh Perey 1835 Building Inspector 4 2 6 
1835 Housing Inspector Ge 3) il 1}1 9 2 
Skilled Craft: 
1544 Building Mtce. Mechanic 2 1 i 4 
Paraprofessional; 
1524 Accounting Technician it 1 
1299 Leased Housing Technician 2 2 
1454 S/A Financial Advisor Trains 1 1 
Office & Clerical: Office & Clerical: 
700 Sr. Steno Clerk 1 1 1454 Administrative Secretary ib 1 
619 Int. Steno Clerk 2 1 3 1454 Supervising Clerk II 1 1 
Gi) 3iNe, Waee, Cllesse 1 1 1299 Senior Stenographer Clerk 2 D 
590 Int. Typist Clerk 2 T 3 1299 Senior Account Clerk 2 1 3 
1299 S/A Senior Clerk Typist 1 1 
1212 Machine Bookkeeper 1 1 
1157 Housing Eligibility Worker L 3 ie 
1157. Intermediate Steno Clerk 2 1 1 4 
1157. Intermediate Account Clerk 2 2 
1105 Intermediate Typist Clerk GY 5; 7 9 
968 Account Clerk a 1 
925 sly Pr sit 1 1 
a —t r 
HOW ALS 20 6) 3 3 |) TOTALS: p2 24/14 2314 4 14 29 44 53 
GRAND TOTAL: 32 GRAND TOTAL: 97 


LEGAL DEPARTMENT 


The December 1979 profile does not accurately reflect the major 
changes which have occurred in the City Attorney's Department 
during this decade. Beginning with all White staff in 1969, the 
staffing pattern in the Legal Department within the last ten years 
has included two Black male City Attorneys, 2 Black women Acting 
City Attorneys, White women Associate Attorneys, Black male and 
female Deputy Attorneys, Asian men and women Assistant and 
Associate Attorneys, and as late as 1980, an Asian male Acting City 
Attorney. 


The professional Attorney classification series has been expanded 
from two to four levels to increase promotion opportunities and 
provide greater staffing flexibility. More recently (1980), the 
Department created a para-legal position, using the City's Assistant 
Administrative Analyst classification, to which a White woman, 
formally a Secretary, has been promoted. In December 1980, the 

City Attorney position was filled by the appointment of a White 
woman. 
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LEGAL 1969_ 


Officials & Administrators: 


$2275 City Attorney 
1564 Assistant City Attorney 


Office & Clerical: 
717 Senior Legal Stenographer 


700 Senior Stenographer Clerk 
619 Intermediate Stenographer Clerk 


TOTALS: 


GRAND TOTAL: 
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1 
il 

1 

1 

1 
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IND. | TOTAL 
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1 
1 
1 
1 
al 
2 3} 
5 


LEGAL 1979 


Officials & Administrators: 


$2900 Acting City Attorney 
2268 Acting Deputy City Attorney 


Professional: 
2268 Associate Attorney 
Office & Clerical: 
1487 Senior Legal Stenographer 


1183 Intermediate Legal Stenographer 
1157: Intermediate Stenographer Clerk 
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WHITE | BLACK |ASIAN|PANIC/ IND. |TOTAL 


TOTALS: 


GRAND TOTAL: 
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LIBRARY DEPARTMENT 


The personnel structure of the Library in 1979 bears little resemblance 
to the 1969 Library staffing organization. Prior to 1971, the Berkeley 
Library, which operates with considerable independence under a Library 
Board of Trustees, managed its own personnel system. Employment 
policies and practices were developed and administered in a rather 
informal and non-structured fashion. 


In 1971, the Board of Library Trustees requested the City Personnel 
Department to assume total responsibility for the Library's personnel 
system, and to provide the Library Administration with the examination, 
classification, and related personnel management services available to 
all other City departments. In response to this, Personnel Department 
staff assisted the Library in developing a formal set of personnel rules 
and regulations and totally revised the classification system, by 
establishing a broader range of professional positions, developing a 
group of para-professional classifications, and increasing the number 

of career benefitted positions. 


Up to 1971, the Library functioned with fewer career positions, using 
instead an exceedingly large number of temporary and substitute employees, 
who, upon closer examination, were found to be working regular full-time 

or half-time schedules, but without career benefits. The establishment 

of a sizeable number of part-time career positions accounts for the total 
staff size difference between 1969 (39 career employees) and 1979 (81). 
Throughout the decade, additional job classification studies have resulted 
in the expansion of career ladders and positions bridging clerical functions 
with professional jobs. 


The reorganization of the Library personnel system and its relation- 
ship to the City Personnel Department also resulted in significant 
Affirmative Action achievements such as the appointment of a White 
woman Department Head, a Black male Assistant Director of Library 
Services, Black females in the position of Library Services 
Coordinator and Supervising Librarian, and numerous Asian and Black 
professional staff librarians. Minorities are not only well 
represented among the professional classifications, but throughout 

all the new para-professional, technical and career clerical positions 
The Library Service still tends to be predominatly female, especiall 
in the professional and Library Assistant/Technical else etme tyone : 
and Hispanic representation remains too low. : 
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LIBRARY 1969 


Officials & Administrators: 


$1526 City Librarian 
1111 Asst. City Librarian 


Professionals: 
1032 Librarian IV 
936 Librarian III 
849 Librarian II 

771 Librarian I 
Skilled Craft: 


619 Senior Bookmender 
562 Bookmender 


Service and Maintenance: 


753 Janitor Maintenance Man 
576 Janitor 


Office & Clerical: 


735 Administrative Secretary 
619 Library Assistant III 
562 Library Assistant II 
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LIBRARY 1979 


Officials & Administrators: 


$3300 Director 

2373 Asst. Director 
Professionals: 

2066 Library Services Coord. 

1835 Supvg. Program Librarian 

1674 Supvg. Librarian 

1560 S/A Program Librarian 

1512 Senior Librarian 

1450 Librarian 

1872 Assoc. Administrative Analyst 

1793 Assoc. Accountant 

1835 Extension Services Coord. 

1549 Audio Visual Bkmbl. Spec. 


Skilled Craft: 


1145 
1058 
1674 


Senior Bookmender 
Bookmender 
Building Maintenance Supvr. 


Paraprofessional; 


1512 


1232 
1145 


1145 


Circulation Supervisor 
Library Technician II 
Extension Services Spec. 
Library Technician I 


Office & Clerical: 


1157 
1058 
968 
941 


Intermediate Account Clerk 
Library Assistant 

Account Clerk 

Library Aide 


TOTALS: 


GRAND TOTAL: 


TOTALS ; 


GRAND TOTAL: 


WHITE | BLACK | ASTAN | PANIC ne TOTAL 
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MAYOR 


In 1969, the Mayor's paid staff consisted of a part-time exempt Sec- 
retary. The 1979 report reflects a professional level Associate 
Administrative Analyst position filled by a Black woman who was pro- 
moted from a secretarial classification and a minority Senior 


Stenographer Clerk. 


CITIZEN'S ASSISTANT 


This position was created in the early seventies and is still occupied 
by the employee originally appointed. 
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CITIZEN'S ASSISTANT 1979 


MAYOR 1979 


HIS- AM. 
WHITE} BLACK] ASIAN] PANIC] IND. | TOTAL 
———————— 
M F(M FIM FIM FIM FIM F 
2 rt se LS || 
Professional: 
$1872 Associate Admin. Analyst 1 iH 
Office & Clerical: 
| 
1299 Sr. Steno. Clerk 1 al 
mee i | 
TOTAL: | 3 5 
| = 


Officials & Administrators: 


$1872 Citizen's Assistant 


TOTAL: 


PERSONNEL DEPARTMENT 


In reviewing the staffing configuration of the Personnel Department 
during this decade,it is at least possible to conclude that the 
Department has attempted to "practice what it preaches," given the 
fact that the total responsibility for the implementation of 
Affirmative Action is located in this Department. Already in the 
late sixties minorities and women were being appointed to profess- 
ional and administrative positions. The Black male Assistant 
Director in 1969 was the City's only Assistant Department Head, and 
was the second highest ranking minority in the City, after the 
Director of Social Planning. In 1972, the Assistant Director of 
Personnel position was filled by the promotion of a White woman. 
Through the seventies, the Personnel Department has been headed by 
two Black males as Director, followed by a White female in 1977. 


The Assistant and Associate level professional positions have always 
been well balanced, both racially and sexually, and two of the current 
minority women professionals (1 Black, 1 Asian) were promoted from 
clerical positions. In 1967, the Personnel Analyst classification was 
expanded to include a Senior level to provide additional opportunity 
for advancement and job enrichment. In December 1979, there were 2}5 
Senior level positions, filled by 1 White male, 2 White women, all 

of whom have been with the Department for more than seven years. 
Currently, the department lacks sufficient male representation, which 
is primarily due to extremely slow turnover, and Proposition 13 mandated 
staff reductions, which resulted in the layoff of three professionals, 
2 men and 1 woman. 


Of additional significance is the fact that both women (1 Asian and 1 
Black) who have been responsible for the Office Management function 
in the Personnel Department as Supervising Clerk) have been promoted 
from within, as have other Senior level clerical staff. 
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PERSONNEL 1969 


Officials & Administrators: 


$1775 Director of Personnel 
1224 Asst. Director of Personnel 


Professional: 


1007 Associate Personnel Analyst 
790 Assistant Personnel Analyst 


Technician: 

735 Safety & Training Assistant 
Office & Clerical: 

700 Sr. Stenographer Clerk 


619 Intermediate Account Clerk 
590 Intermediate Typist Clerk 


TOTALS: 


GRAND TOTAL: 
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PERSONNEL 1979 


Officials & Administrators: 
$2425 Acting Director of Personnel 
Professional: 


2373 S/A Supv. Personnel Analyst 

2066 Senior Personnel Analyst 

1872 Associate Personnel Analyst 

1872 Safety & Training Coordinator 
1524 Assistant Administrative Analyst 


Office & Clerical: 


1454 Supervising Clerk II 

1299 Senior Stenographer Clerk 

1183 S/A Personnel Clerk 

1157 Intermediate Account Clerk 
1105 Intermediate Typist Clerk 


WHITE 
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POLICE DEPARTMENT 


The Berkeley Police Department has experienced dramatic changes during 
the decade under study. In 1969, minority representation in the 
department was limited to the entry level rank where 1LO-Ofpae tOtadl «of 
140 uniformed "Patrolmen" were minority, 8 Black, 1 Hispanic, 1 American 
Indian. In 1979, 43 of the department's 113 entry level Patrol Officers 
are minority, 9 Asian, 9 Hispanic and 25 Black, and the Department is 
headed by a Black Police Chief. Minority representation has also 
improved slightly in the higher ranks, with the appointments of a Black 
Lieutenant, Captain, and 4 minority Sergeants. 


In 1969, the Police Department employed 2 women, who although designated 
as 'Policewoman,'' were appointed under different qualification standards, 
and did not serve as beat officers, but were assigned to the Juvenile 
Bureau to serve in a social worker capacity. The 1979 profile shows 11 
women Patrol Officers in the Berkeley Police Department, all of whom were 
examined and tested on the same basis as the men hired in the Department, 
all of whom perform the same functions. 


In 1969 the Department employed 8 women as Assistant Policewomen. This 
classification, which was abolished in the early seventies, was designat- 
ed to function primarily as a clerical position, although the incumbents 
were sworn to enable them to perform occasional matron duties in the 
women's jail. As a substitute for this classification, and as part of a 
comprehensive job restructuring and civilianizing process, the para- 
professional classification of Police Service Assistant was established 
in 1969, to include Police support duties and functions as diverse as 
jailor, identification technician, property clerk, communication 
dispatcher, etc. 


The subsequent use of this general classification has not only proven to 
be cost effective, but has been a successful vehicle for bringing more 
minorities and women into the Department. The 29 Police Service 
Assistants on the staff in December, 1979, are racially and sexually 
balanced, and the position continues to serve not only as a bridge 
between the clerical and professional Police classifications, but as a 
departmental entry opportunity for individuals interested in Police work 
who may not meet the qualifications for Patrol Offiecr. sand sasvan 
eventual promotional opportunity for those who become qualified. 
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POLICE DEPARTMENT (Continued) 


The clerical support operations in the Police Department have also 
undergone substantive changes, as the statistical profiles reveal. 

The 1979 staffing pattern reveals a secretarial/clerical career ladder, 
which has not only provided promotional and job enrichment opportunities 
to the women in the Police Department, but has also resulted in monetary 
Savings, since many of the duties now performed by those higher level 
clerical and Assistant Administrative Analyst classifications were 
previously carried out by uniformed officers. 


The Police Department's challenge in the next ten years consists of 
increasing minority and female representation at the higher ranks, and 


continuing the job restructuring and reorganization process begun in the 
seventies. 
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POLICE 1969 POLICE 1979 


IND. | TOTAL IND. {TOTAL 
Officials & Administrators: Officials & Administrators: 
$2200 Police Chief 1 $3850 Police Chief at 
1453 Police Captain 5 5 2631 Police Captain 3 1 4 
Technician: Professional: 
1084 Identification Expert 1 1 1872 Associate Administrative Analyst 1 ) 
see  790( Poundmaster 1 1 
Publi€20\Assistant Poundmaster 3 3 Technician: 
I 
Protective Service Workers ; ie Rsoceanieel a : 1 ; 
1286 Police Lieutenant 7 d, Protective Service Workers: 
1138 Police Inspector 10 10 
1286 Juvenile Bureau Director 1 1 P32B Police iteutenant 6 1 J 
1138 Security Director 1 1 2061 Police Inspector 10 LO 
1138 Special Investigations Director| ] 1 2061 $/A Security Director 1 1 
1084 Supv. of Jr. Traffic Police - 1 2061 Special Investigations Director | 1 1 
1084 Police Sergeant 25 25 1964 Acting Supv. of Jr. Traffic Police 1 1 
983/936 Sr. Patrolman/Patrolman 130 8 1 it 140 1964 Police Sergeant 17 4 1 bo 
983/936 Sr. PolicewomaryPolicewoman 1 1 2 1779 Senior Patrol Officer 48 216 5 5 64 2 
735 Assistant Policewoman 7 1 8 1695 Patrol Officer 17, 74a7) 2/4 4 h2 9 
Paraprofessional: 1329 Asst. Patrol Officer 1 ] 
650 Community Service Assistant es la Paraprofessional: 
Office & Clerical 1305 Police Service Assistant Ne AHA” Gil 62 2 i? 18 
619 Intermediate Steno. Clerk 4 1 5 Office & Clerical: 
619 Intermediate Account Clerk 1 1 
ap By? Intermediate Typist Clerk 10 2 2 1 js} 1454 Administrative Secretary i i 
arch { Pound Attendant | 1 1 M454 Supervising Clerk IT 1 d 
% 604 Keypunch Operator 2 2 1299 Senior Stenographer Clerk 1 ] 
Jept. 1299 Senior Account Clerk 1 il 
| | 1299 Senior Clerk 1 ] 
TOTALS: [187 3 7 7 Neh 1 1/198 37 $1157 Intermediate Stenographer Clerk 2 
1157 Intermediate Account Clerk 1 
GRAND TOTAL; 235 1105 Intermediate Typist Clerk 6 1 1 16 
1157 Data Entry Operator 2 1 3 
TOTALS: 08 30/37 19/10 6 J11 3 166 58 
GRAND TOTAL: 224 


PUBLIC HEALTH DEPARTMENT 


The Public Health Department in 1969 was predominantly White, although 
there was isolated minority representation among the professional classes 
of Nurse, Social Worker, and Sanitarian, and the office and clerical 
workers were better integrated than in most other departments at the time. 


In 1979, we find the Department headed by its first minority and female 
(and Non-Medical) Director, an appointment made possible by a combination 
of many of the techniques used to accomplish Affirmative Action goals 

and objectives throughout the system. In this case, not only was the job 
description rewritten to accommodate a non-medical Chief, but contracts 
were reviewed, State agencies and staffing patterns reorganized to permit 
this change. Currently, there are several significant minority appoint- 
ments to official and administrator positions, including Black and 
Hispanic Mental Health Program Supervisors, an Asian Senior Accountant, a 
Black Supervisor of Public Health Nurses and two Black Health Services 
Coordinators. All of these classifications, with the exception of the 
Nursing Supervisor, were established in the decade under review. 


Among the greatest challenges in developing realistic job-related 
classification descriptions for Health Department positions has been the 
broadening of requirements to expand the recruitment base and the develop- 
ment of a cross-disciplinary approach. Historically, the Health Department 
has had highly specialized and narrow qualification requirements for a 
majority of its positions, including licensing and/or degree requirements 
which in many instances served as systematic barriers to the employment 

of minorities. By means of a complete rewriting of all job descriptions, 
the restructuring of positions, and the addition of many trainee, 

bridge, para-professional and cross-disciplinary classifications (an on- 
going endeavor over the past ten years), the City has been able to 
eliminate artifical requirements and achieve its Affirmative Action ob- 
jectives. The result has been a large increased in the number of para- 
professional and technical positions in the Public Health Department, with 
good representation of women and minorities, and a more ethnically balanced 
professional staff. 


Special attention has been given to the Mental Health Division, where 
all professional job classifications were revised, the Social Worker 
career ladder expanded, and para-professional Psychiatric Technician 
and Mental Health Worker classifications created. The Nursing series 
too has been expanded to include Practitioner levels for both Public 
Health Nurses and Registered Nurses. Indeed, Berkeley's Health Depart- 
ment was one of the first public health institutions to pioneer the 


ney te 


PUBLIC HEALTH DEPARTMENT (Continued) 


Nurse Practitioner concept. Also classified and expanded were career 
ladders for Community Health Worker. These positions were the first 
entry into the Health Department for community para-professional ext 
workers, beginning in 1967; they were filled primarily with minorities, 
but were unclassified, hourly paid and unbenefitted. Since then, a 
career ladder has been created with the establishment of Community 
Health Worker, Community Health Worker Specialist and Women's Health 
Care Specialist, with training incorporated through both on-the-job 
experience and outside study. Another expanded series of positions 
has been created in the animal control operation, where for several 
years an Asian female (a former clerical employee) held the top post, 
after a revision of qualifications and the elimination of non-job 
related standards, enabled her to apply. The position is now held by 
a minority man. 


While the ethnic distribution in the Health Department has improved 
considerably, the sexual distribution is still heavily female (92 

women to 22 men). Women dominate the professional health classificat- 
ions, especially the Social Worker and Nursing classifications, together 
wih the clerical support positions. Significant non-traditional male 
appointments include an Asian male to Public Health Nurse and a White 
male to Intermediate Typist Clerk. 


The challenge of the eighties in Berkeley's Health Department will be 
to provide greater opportunities to men and to increase minority 
representation in the higher level administrative classifications. A 
good beginning has been made with the recent (1981) appointment of a 
Black male as Chief of the Mental Health Division. 
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PUBLIC HEALTH 1969 


Officials & Administrators: 


Director of Public Health 
Asst. Health Officer 
(M & CH) 
Asst. Health Officer 
(Disease Cont.) 
Chief of PH Nursing Serv. 
P.H. Administrator 
Chie Ofer an. shauc. 
MIC Proj. Director 
Supervisor of Pt 


2045 
1854 


1350 
1255 
1138 
1854 


1166 Nurses 


Professional: 
2045 Supv. Psychiatrist 
1224 Clinical Psychologist 
1084 Supervising Sanitarian 


1166 Supervising Psych. Soc. 
Worker 
1058 Sr. Psych. Soc. Worker 


1111 MH Educ. Consultant 
1166 MH Nursing Consultant 
1032 PH Social Worker 

1032 Public Health Nurse 
829 Registered Nurse 

959 Sanitarian 

1032 PH Nutritionist 

914 PH Statistician 
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PUBLIC HEALTH 1979 
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Officials & Administrators: 


$4275 
3563 
3236 


2809 
2164 


2544 
2350 
2170 
2170 


2066 
2066 
2066 
1994 


Director of Public Health 

Asst. Health Officer (M&CH) 

S/A Asst, Health Officer 
(Disease Cont.) 

Chief of Mental Health Serv. 

Acting Chief of Public 
Health Nursing Services 

Mental Health Prog. Supv. B 

Chief of Environmental Health 

Mental Health Prog. Supv. A 

S/A Mental Health Prog. 
Supv. A. 

Senior Accountant 

S/A Senior Admin. Analyst 


Supv. of P.H. Nurses 
Health Services Coordinator 


Professional: 


2079 
1967 
1934 
1888 
1833 
1828 
1828 
1756 
1740 
1740 
1679 
1484 
1567 
1524 
1502 


Clinical Psychologist 
Supervising Sanitarian 

S/A Animal Services Supv. 
Nurse Practitioner (PHN) 
Mental Health Nurse 

Sr. Psych. Soc. Worker 

S/A Sr. Psych. Soc. Worker 
Public Health Nurse 

Public Health Nutritionist 
Public Health Educator 
Sanitarian 

S/A Community Health Nurse 
Public Health Statistician 
S/A Asst. Admin: Analyst 
Registered Nurse 
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PUBLIC HEALTH 1969 


PUBLIC HEALTH 1979 


HIS- AM. HIS- AM. 
WHITE| BLACK} ASTAN PANIC| IND. | TOTAL WHITE | BLACK |ASTAN |PANIC]} IND. |TOTAL 
Technicians: ; : Technicians: 

$ 619 Graphic Artist Cler 1 1 $1512 Education Specialist 1 1 
650 Vector Controlman 1 1 1329 Graphic Artist 1 1 

590 Licensed Vocational 1 1 1252 Vector Control Technician 1 1 1 
Nurse 1252 Women's Health Care Spec. 1 1 
1221 Animal Control Officer 2 1 1 Kee at 
1178 Licensed Psych. Technician 1 1 
1178 Licensed Vocational Nurse 1 | 

Paraprofessional: 
1524 S/A Accounting Technician 1 1 
1151 Mental Health Worker 1 24h al 133 
1151 S/A Mental Health Worker 1 1 
1151 Community Health Worker Spec 8 3 ll 
1008 Community Health Worker 2 3 5 
Office & Clerical: Office & Clerical: 

700 Sr. Steno Clerk 1 i) 1454 Administrative Secretary 1 1 
700 Sr. Account Clerk 1 i 1454 Supervising Clerk II i 1 
619 Int. Steno Clerk 2 il 1 4 1157. Intermediate Steno Clerk 3 2 1 6 
619 Int. Account Clerk 2 2 1157. Intermediate Account Clerk 1 1 2 
590 Int. Typist Clerk 5 4 9 1105 Intermediate Typist Clerk Ten 4 8 1 1 1 14 
Aas, dhes Bhs Clerk 1 1 968 Account Clerk 1 fae Tie sl Lip <2 
TOTALS: Lis SS elas eae toma lis 64 TOTALS: 13 37/4 36/4 8 |1 10 1|22 92 
GRAND TOTAL: 79 GRAND TOTAL: 114 
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PUBLIC WORKS DEPARTMENT 


The City's maintenance operations in 1969, reveals the distribution 
pattern characteristic of that field. Few minorities were employed in 
administrative, supervisory, engineering, technical and skilled craft 
positions. The exceptions at the time consisted of three Black male 
Engineering Assistants, two Black male Electrician Helpers, two Black 
male Draftsmen, a Hispanic Civil Engineer, and a Mechanic classification 


of some representative employee distribution due to the recent creation 
of the Mechanic Helper classification. 


The Services Department employed the largest group of Black males in the 
City, all located in refuse collection and janitorial services, although 
the refuse administration positions were filled by nonminority males. 


In the Parks Division some changes were occurring with the employment of 
Blacks and Asians in the Gardener and Tree Trimmer classifications, again 
the result of Job restructuring, the creation of a Gardener Trainee 
classification. Of four Gardener 'Foremen,"' three were minority. The 
Gardener Foreman classification was the highest salaried level line 
supervisory position held by any minority employee out of the 315 mainte- 
nance positions throughout these departments, with the exception of one 
Black Refuse Collection Supervisor. Two minorities in the three depart- 
ments held professional positions, and women were restricted to clerical 
positions, only two of which were occupied by minority women. 


The 1979 profile shows major improvements in many areas. Six minorities 
occupy positions classified as "Officials and Administrators," of which 
the most significant are two Black males as Public Works Maintenance 
Superintendent and Senior Public Works Supervisor, an Hispanic male as 
Senior Electrician Supervisor, an Asian male as Senior Civil Engineer. 


Considerable progress is also reflected in the numerous positions 
classified as technicians and skilled craft workers, most of which 

reveal good minority representation throughout the varied occupational 
groupings. These changes resulted from rewriting job descriptions, 
modifying standards, providing pre-examination training, and/or expanding 
the career ladders, creating Trainee classifications, and conducting 
intensive, specialized recruitment and outreach programs. 
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PUBLIC WORKS DEPARTMENT (Continued) 


In the mid-seventies, all job titles were reviewed to eliminate sexual 
reference and together with title consciousness, came an increased 
effort to recruit women into the maintenance and trade areas. Women 
now hold positions as Drafting Technician, Painter, Labor, Electrician 
Helper, Janitor, Gardener and Gardener Trainees. Recently (1980), the 
City hired its first woman journey level Auto Mechanic, as well as a 
female minority professional Engineer. Although the clerical area 
remains all female, the job classifications have been expanded and are 
generally ethnically balanced at all levels. 


Public Works' challenge for the eighties will include the hiring and 
promotion of more women into non-traditional jobs and increasing the 
representation of women and minorities in professional, supervisory 
and administrative positions throughout the Department. This task 
will not be easy, in view of the general staff reductions also 
experienced by this Department during the seventies, resulting in 251 
career employees in 1979, a sizeable cut from the 1969 staff of 315 
permanent employees. 
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PUBLIC WORKS/SERVICES* 1969 


& PARKS DIVISION OF REC & PARKS 


Officials & Administrators: 


$2275 Director of Public Works 
1603 Asst. Dir. of Public Works 
1384 Public Works Mtce. Supt. 
1034S) Equipment Shop Supvr. 
1318 Electrical Supt. 
1032(S)Building Mtce. Supv. 
753 Departmental Acct. Officer 
1318 Traffic Engineer 
1007 Public Works Supv. 


1111 Electrician Supv. 
1489 Asst. City Engineer 
95%S)Refuse Coll. Supv. 


1775(S)Dir. of Services 
1224(S)Asst. Dir. of Services 
Parks 

1286{ Parks Supt. 

1166) Marina Supt. 

914¢ Forestry Supv. 

914| Gardener Supv. 

870 \ Marina Supv. 


Professional; 
1255 Associate Civil Engineer 
1166 Reg. Asst. Civil Engineer 
lll1 Asst. Civil Engineer 


Parks 
959 \Parks Admin. Asst. 
959 (Landscape Architect 


* (S) = Services Dept. 


BLACK 


NP RPP RP RP Re PR 
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PUBLIC WORKS 1979 


$3900 
2809 
Dy, 
2312 
2517 
2158 
2268 
2495 
1835 
1835 
1971 
2093 
2517 
1835 


Parks 
2373 
1835 
1835 
1835 


2322 
1971 
1971 
Parks 
1872 


Officials & Administrators: 


Director of Public Works 
Asst. Dir. of Public Works 
Public Works Mtce. Supt. 
Equipment Supt. 

Electrical Supt. 

Building Mtce. Supt. 
Departmental Admin. Officer 
Traffic Engineer 

Sr. Public Works Supv. 

S/A Sr. Public Works Supv. 
Supv. Chief of Party 

Sr. Electrician Supv. 
Senior Civil Engineer 
Refuse Coll. Supv. 


Parks Supt. 

S/A Marina Supv. 
Forestry Supv. 

Sr. Gardener Supv. 


Professional: 


Associate Civil Engineer 
Assistant Civil Engineer 
S/A Engineer 


{ Associate Admin. Analyst 
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PUBLIC WORKS/SERVICES 1969 
& PARKS DIVISION OF REC & PARKS 


PUBLIC WORKS 1979 


HIS- AM. HIS- AM. 
WHITE! BLACK| ASIAN] PANIC| IND.| TOTAL WHITE | BLACK |ASIAN |PANIC] IND. |TOTAL 
Sate Mime) eee, |e Me ee eee, M_F alee eee 
Technicians: Technicians: 
$1032 Sr. Eng. Asst. iv 1 $1880 Sr. Bldg. Inspector (Hsg.) |1 1 
849 Draftsman 1 2 3 1524 Drafting Technician eli 1! 
914 Engineering Inspector 2 2 1710 Engineering Inspector 1 it 2 
983 Chief of Party 1 1 1803 Chief of Party 1 1 
959 Radio Technician 2 2 182 Radio Technician ea abe 2 
892 Traffic Engr. Asst. 1 1 166° Traffic Eng. Asst. 1 1 
Skilled Craft Workers: Skilled Craft Workers: 
870 Public Works Foreman 4 4 1618 Public Works Supv. 2 2 1 5 
1618 S/A Public Works Supv. 1 1 2 
829 Sewer Foreman 3 l 4 
1525 Sewer Mtce. Asst. S : 5 1 6 
753  S/A Sewer Leadman 2 2 : ts pl 
809 Construction Eq. Opr. 3 1 : 1490 Construction Equip. Opr. 2 1 3) 
753 Cement Worker 1 2 3 1484 Cement Worker it 2 3 
1032 Electrician Foreman 1 1 1953 Electrician Supv. 1 1 
959 Electrician Lineman 3 1 4 lar ounElecuriotan 4 1 5 
1553 S/A Electrician Trainee 1 1 
849(S)Carpenter 3 3 1544 Carpenter 1 1 
849(S)Painter i 1 1544 Painter dpa 1 
1674 Building Mtce. Supv. i 1 
717(S)Construction & Mtce. Man 4 4 1544 Building Mtce. Mechanic 2 2 4 
914(S)Mechanic Foreman 2 2 1774 Mechanic Supervisor 1 1 2 
849(S)Welder Mechanic 1 1 1644 Welder-Mechanic 1 1 
849(S)Mechanic 5 1 2 1 9 1644 Mechanic 5 4 1 1 ll 
666(S)Mechanic Helper 1 3 4 1331 Mechanic Helper 1 1 2 
1331 Equipment Parts Technician }1 1 
Parka Parks 
829 {Tree Topper Foreman 1 1 1525( Tree Topper Supervisor 1 1 
771 ¢ Tree Topper 4 4 1408 ) Tree Topper 2 il 3 
829( S/A Forestry Trainee Supr. |l 1 1370) Marina Mtce. Worker 1 7 
1448( Mower Equipment Opr. 1 1 
Parks 1544\ Building Mtce. Mechanic 1 uM 
753( Marina Mtce. Leadman 1 1 
7173 Marina Mtce. Man 2 2 
735 Rosarian A 1 
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PUBLIC WORKS/SERVICES 1969 


& PARKS DIVISION OF REC & PARKS 


Service and Maintenance: 


$ 790 (S)Asst. Refuse Coll. Supv. 
735 Mechanical Swp. Opr. 
717 Truck Driver 
717 Skilled Laborer 
650 Laborer 
717 Electrician Helper 


71. (S)Refuse Truck Driver 

666 (S)Refuse Collector 

650 (S)Refuse Disposal Laborer 
634 (S)Janitor Leadman 

576 (S)Janitor 


829 Traffic Mtce. Foreman 

Tae Traffic Mtce. Man 

753 Gardener Foreman 
Parkg 

700 Gardener 

590 Kges Trainee 

771 Tree Trimmer Foreman 

717 Tree Trimmer 

717 Truck Driver 

666 Groundskeeper Foreman 

619 Groundskeeper 

590 S/A Gardener Trainee Leadman 

576 Janitor 


Protective Service Worker; 
Parka 
576 (S)Watchman 
650 ee Attendant 


be 


Ld 


WHITE 


IND. | TOTAL 
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PUBLIC WORKS 1979 
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Parks 


Service and Maintenance: 


$1618 Asst. Refuse Coll. Supv. 
1483 Mechanical Sweeper Opr. 
1483 Prov. Mechanical Sweeper Opr 
1331 Truck Driver 
1331 Skilled Laborer 
1331 S/A Skilled Laborer 
1236 Laborer 
1386 Electrician Helper 
1416 Refuse Truck Driver 
1345 Refuse Collector 


1181 S/A Lead Janitor 
1101 Janitor 
1434 S/A Yardmaster 


Parks 
1525 / Gardener Supervisor 
1525 \ S/A Gardener Supervisor 
1290 ¢ Gardener 
1178 Gardener Trainee 
1525 ree Trimmer Supervisor 


1305 Tree Trimmer 

1331 Truck Driver 

1281 Groundskeeper Supervisor 
1212 ) Groundskeeper 

1331 Skilled Laborer 

1236 \ Laborer 


Protective Service Worker: 


1101 Security Attendant 
1212) Marina Attendant 
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PUBLIC WORKS/SERVICES 1969 
& PARKS DIVISION OF REC & PARKS 


PUBLIC WORKS 1979 


HIS- AM. HIS- AM. 
WHITE| BLACK] ASIAN] PANIC] IND. | TOTAL WHITE | BLACK |ASTAN|PANIC| IND. |TOTAL 
M FIM FI[M FIM FIM FIM F M FIM F M fF MF 
Par f i H 
subareas aces Paraprofessional: 
$ 892 Engineering Asst. III 3 s) 
717 Engineering Asst. II 2 2 4 ph SOO pene t peer ns technician 1 2 u e 1 
650 Engineering Asst. I 1 1 2 1524 Accounting Technician it 1 
Office & Clerical: Office & Clerical: 
1454 Administrative Secretary 1 1 
700 Senior Steno Clerk (1-S) 2 2 1299 Senior Clerk 1 1 
649 Intermediate Steno Clerk 2 2 1157. Intermediate Steno Clerk 1 2 3 
(2-S;1-Parks) Intermediate Account Clerk 5 5 1157. Intermediate Account Clerk 3 2 1 6 
590 Intermediate Typist Clerk 1 1 1105 Intermediate Typist Clerk 1 ] 
59S)Intermediate Clerk 1 if 968 Account Clerk 1 i 
Parks 
604 Senior Telephone Operator 1 1 1 1299 (Senior Stenographer Clerk 1 ; 1 
576 Telephone Operator 1 1157 7 Intermediate Steno Clerk 1 1 
1157 Intermediate Account Clerk 1 1 
SUBTOTAL PW/SERVICES 
+ PARKS 

TOTALS: TOTALS: 64 16/139 9/11 1/9 2 223 28 

GRAND TOTAL: GRAND TOTAL: 251 
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CITY OF BERKELEY 
SEMI-ANNUAL AFFIRMATIVE ACTION REPORT 
July 1, 1980 - December 31, 1980 


INTRODUCTION 


This report is submitted in accordance with Affirmative Action Resolution 
No. 45,257-N.S. as amended, and includes the following exhibits to support 
activities occurring during the period July 1, 1980 to December 31, 1980. 


Exhibit A-l: Supplemental affirmative action statistics by 
special salary categories as of December 20, 1980. 


Exhibit A-2: A numerical and percentage distribution of 
City employees by job category, race, sex, and per annum 
salary as of December 26, 1980. 


Exhibit A-3: A numerical distribution of employees by 
department, race and sex with a 6 month comparison between 
July 1, 1980 and December 31, 1980. 


Exhibit B-1: A list of employment examinations given during 
the report period by job classification, race and sex, showing 
the number of applications received, applicants accepted, 
examined, failing examinations, and the name of applicants 
placed on employment lists. ‘ 


SEMI-ANNUAL CHANGES IN CITY-WIDE RACE AND SEX DISTRIBUTION 


The period between July 1, 1980 and December 31, 1980 shows a large gain (46) in 
the number of career employees in the City's work force and a significant increase 
in both examination and appointment activity, primarily the result of the early 
adoption of the 1980-81 budget on July 7, 1980, and the termination of the six- 
month employment freeze. Atotal of 39 examinations, involving 1990 applicants, 
were completed during this period, resulting in eligible lists which are very 
affirmative action representative and from which some outstanding appointments 
have been made. 


We are extremely pleased to report that a sizeable number of the new career 
appointments made during this six-month period were promotions, thereby, furthering 
the goal established several years ago to promote from within and to provide 
employees throughout the City with opportunities for career advancement and growth 
whenever possible. The 142 career appointments made between July and December 
1980, included 60 promotions, 4 reinstatements, and 78 new probationary appoint- 
ments. The appointments which have particular Affirmative Action significance 

in furthering the City's equal employment opportunity goals and objectives are 
listed in the "Highlights" section below. 


Your attention is also drawn to Exhibit A-l, the one page Supplemental Affirmative 
Action Statistical Summary compiled on the basis of salary categories only. We 
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determined that such an economic profile has great relevance in providing an 
immediate and comprehensive picture of the City's Affirmative Action status, 
while also focusing on the areas which appear to require the most study and atten- 
tion. Within that framework, it must be noted that because the majority of the 
top salaried positions are located in Police, Fire and Public Works, which 

have been traditionally staffed by men, achieving parity for women in these 
departments will be a difficult and long-range task. Moreoever , in these 
departments it has not been easy to make rapid progress even in the appoint— 
ment of minority men, primarily because since 1977, promotional opportunities 
for both minority and majority candidates have been reduced due to continuing 
funding limitations. Nevertheless, all available resources shall be used to 
correct the disparity in the top salary categories as soon as possible and all 
appointments at this level will be carefully reviewed and monitored to assure 
compliance with the goals and objectives in this area. 


HIGHLIGHTS 
PROMOTIONS: 
Officials/Administrators 


1 Asian Male from Associate Accountant to Departmental Administrative Officer 


Professionals 


Black Female from Psychiatric Social Worker to Senior Psychiatric Social Worker 
Asian Male from Associate Internal Auditor to Senior Internal Auditor 

Black Female from Intermediate Typist Clerk to Financial Advisor 

Asian Female from Psychiatric Social Worker to Senior Psychiatric Social Worker 
Asian Female from Senior Clerk to Assistant Administrative Analyst 

White Female from Intermediate Typist Clerk to Assistant Administrative Analyst 
Asian Male from Accountant-Internal Auditor to Associate Internal Auditor 


PREP RPP EE 


Office and Clerical 


Asian Female from Senior Clerk to Supervising Clerk II 

Hispanic Female from Intermediate Steno Clerk to Senior Steno Clerk 

Black Female from Senior Steno Clerk to Administrative Secretary 

Black Females from Intermediate Typist Clerk to Supervising Clerk I 

Black Female from Intermediate Typist Clerk to Senior Steno Clerk 

Asian Female from Intermediate Typist Clerk to Intermediate Steno Clerk 
Hispanic Male from Offset Machine Operator to Senior Offset Machine Operator 
Asian Females from Intermediate Account Clerk to Senior Account Clerk 

Black Female from Intermediate Account Clerk to Senior Account Clerk 


PNPRPRPNHPP BE 


Protective Services 
SEE EVeCAVeLVECES, 


1 Black Male from Account Clerk to Police Service Assistant 
1 Black Female from Intermediate Typist Clerk to Police Service Assistant 


Para-Professionals 
aor em roressionals 


1 Hispanic Female from Community Health Worker to Community Health Worker Specialist 
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APPOINTMENTS: 
Officials/Administrators 


1 Black Male to Deputy Auditor for Payroll Management 
1 White Female to City Attorney 


Professionals 


Hispanic Male to Senior Psychiatric Social Worker 
Black Males to Youth Services Advisor 

Asian Male to Senior Psychiatric Social Worker 
Asian Female to Psychiatric Social Worker 
Hispanic Female to Psychiatric Social Worker 
Hispanic Female to Public Health Nurse 

Black Female to Senior Administrative Analyst 
Black Female to Supervising Librarian 

Hispanic Male to Psychiatric Social Worker 


PRRPRPRPRPRPwWPR 


Office and Clerical 


1 Asian Female to Intermediate Steno Clerk 
1 White Male to Account Clerk 
2 Asian Females to Intermediate Typist Clerk 


Service and Maintenance 


1 Black Male to Electrician Helper 

1 Asian Male to Building Maintenance Mechanic Trainee 
1 Hispanic Male to Gardener Trainee 

1 Hispanic Male to Refuse Collector 


Protective Services 


White Females to Police Service Assistant 
Hispanic Male to Police Service Assistant 

White Female to Patrol Officer 

White Females to Patrol Officer 

Black Females to Patrol Officer 

Black Males to Patrol Officer 

Asian Male to Patrol Officer 

Asian Female to Parking Enforcement Representative 
Black Male to Police Service Assistant 


PRRENNNFREF FS 


Para-Professionals 


1 Black Male to Mental Health Worker 
SIGNIFICANT TERMINATIONS 


1 Black Male - Police Chief 
1 Asian Male - Assistant Director of Finance 


5 


EMPLOYMENT EXAMINATIONS (See Exhibit B-1) 


Thirty-nine (39) examinations were completed during this report period, resulting 
in the establishment of 39 employment eligible lists. Thirty-five (35) were open; 
4 were promotional examinations. 


Of the 39 examinations completed, 65% of the total applications received were 
accepted. Of those accepted, 73% were actually tested. Among those tested, 42% 
were White, 44% Black, 11% Asian, 3% Hispanic, 0% American Indian, and 53% Female. 


Of those applicants examined, 22% of the total group failed. Among those failing, 
24% were White, 59% Black, 15% Asian, 2% Hispanic, 0% American Indian, and 56% 
Female. 


Finally, 78% of those accepted were successful in placing on the employment lists. 
Of those placing on employment lists, 48% were White, 39% Black, 10% Asian, 3% 
Hispanic, 0% American Indian, and 50% Female. 


Submitted by: hos 


LENORE M. GRIFFIN 
Acting Director of Pergo 
Affirmative Action 0 


2/25/81 
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EXHIBIT A-1 


City OF BERKEEE. 


SUPPLEMENTAL AFFIRMATIVE ACTION STATISTICS 
BY SALARY CATEGORIES AS OF 12/20/80 


5 SPANISH | AMERICAN 
WH | A 
lis getian sais SURNAME INDIAN 


MONTHLY SALARY 
ANNUAL SALARY 


TOTAL NO. 
EMPLOYEES 


FEMALE 


§ 864-1,084/mo. 
or 

$10, 368-13,008/yr. 

B 1,085-1,333/mo 


or 


ml 3,020-15,996/yr. 


» 1,334-1,584/mo 1 
or 

$16 ,000-19,000/yr. ae 

| 

§ 1,585-1,834/mo 232 168 64 106 87 12° “SPa20 7 
Olle 

$19,020-22,008/yr. 2% 28% nae e pe yest Ae Se 9% 3% 

§ 1,835-2,084/mo 205 ig 34 132 sae et | 16 1 


or 
§22,020-25,000/yr. 


(-35 Police 

*175(-28 Fire | 

(=12 P.W. 
39 


ay) 
2,501/mo- and up| (141 Police 


oF **|29(-10 Fi 
$30,012/yr. and up ( ea 


$ 2,085-2,500/mo. 
or * 
$25,020-30,000/yr. 


CAREER EMPLOYEES* 


temporary!are not included 


*Hourly paid employees (seasonal, intermittent, 
in this report. 
**k Denotes number of employees in these categories who are occupying classified positions 
in the uniformed safety service (Police and Fire) and in the traditionally male 


occupied classifications in Public Works. 
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aesee CITY 
eet WHITE 


OCCUPATIONAL 
CLASSIFICATION 
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* SALARY RANGE * 


162000 - 24999 
25,C00 - CVER 
PFOFESSIOAALS 
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749999 
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1%,000 - 15999 

16%C00 - 24,999 

25000 - CVER 
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FEMALE 
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2 9 
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EXHIBIT A-2 


SALARIED EMPLOYEES EXCLULING CETA & PRCVe BENEFITS 
eee eet BLACK #88 #2 AST AK #08 eee HISFANIC #08 AMER. INCe ee 
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DEPARTMENT TOTALS 


AUDITOR 
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AFFIRMATIVE ACTION TARGET GROUP 
NUMERICAL AND SEX DISTRIBUTION 
July 1, 1980 - December 31, 1980 


DEPARTMENT TOTALS 


COMPREHENSIVE 
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DEPARTMENT TOTALS 
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DEPARTMENT TOTALS 


PUBLIC WORKS 


62 18 65 
135 9 144 
ant 1 13 

9 2 11 


CITY-WIDE TOTALS 
/1/80 12/31/80 | 
M F 


Paki) 3{0) 233 


PUBLIC HEALTH 


17 
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M F 
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City of Berkeley 
Personnel Department 
2180 Milvia Street 
Berkeley, California 94704 
(415) 644-6951 


LENORE M. GRIFFIN 
Director of Personnel, Acting 
Affirmative Action Officer 
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